Increases in older adults' labour force participation rates have resulted in a workforce that is 'more grey' than it was at the turn of the millennium (see Chapter 2 for workforce ageing statistics). Between 1997 and 2007 , the labour force participation rates of adults who were aged 55-64 years increased from 49.6 per cent to 57.1 per cent in Canada, from 41.1 per cent to 51.3 per cent in Germany, and from 54.1 per cent to 61.8 per cent in the United States (OECD 2009a) . This extended labour force attachment among older adults reflects a set of new economic realities, emergent priorities of today's 50ϩ age group and altered expectations for the productive roles that different societies around the world are setting for older adults, including continued participation in paid employment. (Morrow-Howell et al. 2009) Managers at many workplaces are aware of these demographic changes; indeed, top executives report that shifts in the age demographics of the workforce are among the most important economic, social and demographic trends that are reshaping today's business environment (McKinsey and Company 2007) . Although managers may appreciate that the ageing of the workforce can have strategic implications, managers and supervisors may find it challenging to anticipate which age-management policies and practices are likely to be the most effective in which circumstances.
In this chapter, we first discuss examples of age-management policies and practices adopted by some organisations that view age management from a strategic perspective. We then present a conceptual framework, the 'Prism of Age', which employers (as well as researchers) can use to factor in the diversities of age when considering the outcomes associated with different age management strategies. Finally, using data from the Age and Generations Study, a study that gathered information in
Age management strategies
Managers who are interested in leveraging the potential benefits of today's multigenerational workforce -which includes a higher percentage of older workers than in decades past -want to select policies and practices that augment performance and positive work experiences. In this section, we provide an overview of some approaches that have been used as age-management strategies.
Managers can choose from a wide range of human resource policies and practices to accomplish their age management goals. As noted by Walker (2005, p. 685):
The term 'age management' may refer specifically to the various dimensions by which human resources are managed within organisations with an explicit focus on ageing and, also, more generally, to the overall management of workforce ageing via public policy or collective bargaining.
Since the turn of the millennium, a number of different age management models have emerged at the workplace, each of which may respond to different age-related issues. The models vary from worksite to worksite, but might include programmes that promote knowledge transfer, the acquisition of competencies and skills, career development for employees of all ages, the utilisation of workplace flexibility, valuing diversity/generational differences, succession planning, extending relationships with former employees (for example, by establishing alumni activities), job redesign (including the creation of temporary and project-based work), wellness/ ergonomic fit, and age-sensitive benefits (see Chapter 11 for more details of age management practices). Figure 6 .1 presents examples of two agemanagement practices that will be discussed later in this chapter.
Managers often raise questions about the efficacy of different agemanagement strategies. The Prism of Age framework, discussed in the following section, can provide managers with insights about the complexities of age that, in turn, can help them to gain a better understanding of the outcomes they can expect from different agemanagement strategies.
